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Abstract: The turnover of managers in a construction company significantly impacts its survival and development. The 
authors of this paper presented the major factors affecting the turnover intention of construction managers and developed a 
quantitative prediction model based on a questionnaire survey at the Fifth Wuhan International Conference on E-Business[ll. 
The present paper further investigates the sensitivity of every job satisfaction and organizational commitment variable versus 
each of demographic variables, including construction managers' gender, age, length of service, education status, marital 
status, gentle and position. The effects of different forms of companies are also studied in this research. It is found that some 
demographic variables have significant influences on job satisfaction and organisational commitment. 
Keywords: construction industry, demographic variables, employee turnover, job satisfaction, organisational commitment, 
statistical analysis, variance analysis 
1. INTRODUCTION 
Employee turnover has been considered as an important issue in industrial and organizational psychology[21. 
Employee turnover creates redundant monetary and non-monetary costs such as costs of separation, recruitment, 
training and job search for organisations. Employee turnover can also have a negative influence upon 
organisational effectiveness. It also causes low competitiveness and high technology loss. Therefore, the issue of 
employee turnover is always a key area of concern for human resource managers in various industries in many 
countries[31. In more recent research, the predictors of employee turnover have been focused on demographic, 
job satisfaction and organizational commitment variables[4,51. The relationships between the predictors also are 
paid more attention to investigate. A number of researchers develop the conceptual models based on analyzing 
the relationships between the predictors and their influence on turnover intention. Lum et al. develops a model 
linking pay satisfaction, job satisfaction and organizational commitment to turnover intention[51. They suggest 
that job satisfaction has only directly influence on turnover intention, whereas organizational commitment has 
the stronger and more direct influence thanjob satisfaction on turnover intention. 
In addition, employee turnover is a both theoretical and pragmatic problem facing the construction 
industry[61. This is because the construction industry is a dynamic and uncertain industry, and its employees 
often experience frequent relocation, long and irregular work hours. Since China implemented an 'open' policy 
in 1978, rapid economic expansion has caused an upsurge in construction activities and created the largest 
construction market in the world[7). An obvious potential conflict can be identified in the Chinese construction 
industry between the increasing number of construction projects and the limited number of construction 
managers and technical employees available. In this competitive labour market, the construction organisations 
have to address carefully the matters of recruitment of professionals and employee retention to retain their 
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productivity and competitive advantage. Therefore, it is important to endeavour to reduce the rate of employee 
turnover in the construction organisations. 
2. DATA COLLECTION 
A survey questionnaire methodology is used to collect data for the study. The questionnaire comprises five 
sections. The first section consists of 43 questions designed to measure job satisfaction by twelve variables, 
including stockholder (sto), supervision (sup), company policy (cop), re-education (ree) , co-workers (cow), 
autonomy (aut), promotion (pro), communication (com), authority (auth), work conditions (woc), recognition 
(rec), and financial reward (fre). In the section two, 15 questions are designed to measure organizational 
commitment by three variables, which are organizational loyalty (orl), organization favorable evaluation (of e) 
and additional effort (ade). Two questions in section three and three questions in section four are designed from 
two different aspects to measure turnover intention of construction managers. The last section contain seven 
questions on the seven demographic variables. The questions measuring job satisfaction are taken from a long 
form of the MSQ[8J. Questions to measure organizational commitment are extracted from the OCQ[91. Finally, 
turnover intention is measured by combining items in references[9,lOJ. All responses to the questions in sections 
one to four are presented on 5-point scales, where 5 represents very strong satisfaction or very strong agreement. 
This study focuses on managerial and technical staff in the construction industry in China. This population 
of employees is an appropriate and interesting population to study because turnover of managerial and technical 
staff significantly influences many aspects of organisations such as increasing training cost, technical loss and 
decreased satisfaction among stayers[llJ. In the survey process, 25 construction organisations in China were 
randomly selected[l2J. They comprised 13 state-owned enterprises, one foreign enterprise, six collectively owned 
enterprises and five enterprises of other forms. 340 questionnaires were personally delivered to the project 
managers, directors and technical staff of respective construction enterprises by post mail or fax. 188 completed 
questionnaires were returned by post or by fax. Three among them were not completed. The number of usable 
questionnaires was 185 giving a response rate of 54 per cent. The respondents were construction employees 
performing project management, construction technical management and administration work in construction 
enterprises. Table 1 summarises the respondents that have an average age of 31.00 years, and 63.8% of 
respondents are from 26 years old to 35 years old. 
Table 1. Distributions of demographic characteristics 
Demographic variables Number 
Gender Male 172 
Female 13 
Age :::; 25 years old 27 
26 ~ 35 years old 118 
36 ~ 45 years old 39 
> 45 years old I 
Tenure :::; 4 years 69 
5 ~ 8 years 42 
9 ~ 14 years 41 
;:::: 15 years 33 
Education status Below junior college 31 
Junior college or beyond junior college 154 
Marital status Single 65 
Married 120 
Organisation type State-owned enterprises 95 
Collectively owned enterprises 53 
Foreign enterprise 14 
Other form enterprises 23 
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Position in organisation Director 16 
Project manager 73 
Vice-project manager 44 
Other technique staff 52 
Note: the total usable responses are 185. 
The respondents have an average length of service of 8.12 years. Among the 185 respondents, 172 are male, 120 are 
married and 154 have junior college or beyond junior college education. In addition, 95, 53, 14 and 23 are from 
state-owned enterprises, collectively owned enterprises, foreign enterprise, and other types of enterprises, respectively. In 
the 185 respondents, 16 (9%) are directors or leaders in their organisations, 73 (39%) are project managers, 44 (24%) are 
vice-project managers, and 52 (28%) are other type of technical staff. Based on these characteristics, the sample appears 
to be quite representative of the managerial employee population in the construction industry. 
3. COMPARISON ANALYSIS IN DIFFERENT EMPLOYEES' GROUPS 
As indicated in Table 1, participants are classified into four age groups in the questionnaire. There is, 
however, just one participator older than 45 years old in the survey data, and three age groups (~25, 26~35 and 
~ 36 years old) are therefore taken in the analysis. Figure 1 shows that stockholder, supervisor, promotion, 
communication, recognition and company policy have negative influences for all participants on turnover 
intention. Re-education, co-workers, autonomy, financial reward and organisational loyalty just have positive 
influence for young employees (~25 years old). For employees being 2~35 years old, there is just authority 
affecting turnover intention positively. Authority also has a positive influence for the young employees. For the 
old employees (~36 years old), organisational favourable evaluation is only one variable that have a positive 
influence on turnover intention. In addition, the highest unstandarized coefficient is 0.362 for authority in young 
employee group. In 26~35 and 2: 36 years groups, financial reward is the most significant variable to affect 
their turnover intention. Their unstandarized coefficients are -0.235 and -0.148, respectively. On the contrary, 
financial reward (0.034) is not a significant variable on turnover intention for employees of ~ 25 years old 
group. The influences of supervisor, autonomy, promotion, communication, authority, recognition, company 
policy and organisational favourable evaluation are decreasing as the increasing age of employees. 
The results of correlation analysis are shown in Figure 2 of differing married employee group and single employee 
group. The evidence phenomenon is that the influences of each variable are greater in single employee group than in 
married employee group. Re-education is an only variable that its influence is less in single employee group than in 
married employee group. Re-education, co-workers and work conditions have positive influence for single employees 
and negative influences for married employees on turnover intention. Authority is only one variable that has positive 
influence for both single and married employees. Most of variables (excepting re-education, co-workers, work conditions 
and authority) have negative influence for both of single and married employees. Financial reward is the most important 
variable affecting turnover intention in both of married employee group and single employee group. Its unstandarized 
coefficients are -0.211 and -0.306 in the two groups. Furthermore, there are more variables to affect on turnover intention 
for the single employees than the married employees. 
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Figure 1. Influences of the age Figure 2. Influences of the marital status 
All participants are further categorised based on their education status. The employees will be put into two 
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groups (low education and high education) to compare their results of correlation analysis. The employees who 
their education statuses are below junior college or junior college belong to low education group. The high 
education means that the education status is beyond junior college such as bachelor degree, master degree and 
doctor degree. In Figure 3, there is just authority that has positive influence for high education employees. For 
employees in low education group, supervisor, authority, work conditions, organisational loyalty and additional 
effort have positive influences on turnover intention. Financial reward is the most significant variable affecting 
turnover intention in high education group. Its unstandardized coefficient is -0.288 for high education 
employees, and just -0.127 for low education employees. However, the most significant variable affecting 
turnover intention is not financial reward but co-workers in the low education group. The value is -0.273 for 
co-workers in the low education group, but just -0.011 in the high education values. There is an obvious 
disparity in the co-workers of unstandardized coefficient between the low education group and the high 
education group. Further, re-education and additional effort almost have not the influences on turnover intention 
in high education group. For the low education employees, co-workers, autonomy, communication and 
organisational favourable evaluation have evidence influences on turnover intention. 
There are four choices on the length of service in their organizations, namely ~ 4 years, 5~8 years, 9~ 14 
years, and ~ 15 years. Figure 4 shows that financial reward is the most significant variable affecting turnover 
intention of employees who have worked in their organisations for less or equal 4 years, 9~14 years, and equal 
or longer than 15 years. The unstandardized coefficients are -0.393, -0.244 and -0.195, respectively. For 
employees who have worked in their organisations for 5 to 8 years, financial reward is not an important variable 
to affect their intention to quit, but they are easily affected by autonomy (-0.200). Supervisor have a significant 
influence on turnover intention for employees who have worked for equal or less than 4 years and 5~8 years, but 
it does not strongly affect employees turnover intention in 9~14 years and ~ 15 years groups. Most variables 
have negative influence for the different groups' employees. Stockholder, re-education, co-workers and work 
conditions just have positive influences for the new employees (~4 years). Supervisor, autonomy and 
promotion have just positive influences for employees in 9~ 14years group. Organisational favourable evaluation 
has a position influence in the ~ 15 years group. Authority has significantly positive influences for employees 
in ~ 4 years and 9~ 14 years groups, and has few negative influences for employees in 5~8 years and ~ 15 
years groups. Recognition has positive influences for employees in 5~8 years and ~ 15 years groups, and has 
negative influences for employees in ~ 4 years and 9~ 14 years groups. 
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Figure 3. Influences of the education status Figure 4. Influences of the length of service 
The samples of 12 female employees are not enough to make a correlation analysis. Thus, the comparison 
is made between male employees and all employees. In Figure 5, most of variables have similar influences on 
turnover intention in the male employees and the all employees. However, financial reward is the most 
significant variable for male employees. Its unstandardized coefficient is -0.248. This value is -0.154 that is still 
high in the all employees group, but financial reward is just the third important variable for all employees. The 
most important variable is supervisor for all of employees. That is, female employees may not take care about 
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financial reward. Most of independent variables (excepting co-workers, authority and work conditions) have 
negative influences for both of male employees and all employees. For male employees, there is just authority 
has a positive influence on turnover intention. When the analysis results in all employees, co-workers and work 
conditions have positive influences besides authority on turnover intention. 
All of participants are classified into two groups that are general managers and high managers. The general 
manager group includes technical staff and vice-project managers. The advanced manager group includes 
directors of company and project managers. The analysis results are shown in Figure 6. As can be seen, 
re-education is the second important variable to negatively affect turnover intention of advanced managers. Its 
unstandarized coefficient is -0.165. On the contrary, re-education has not an obvious positive influence on 
turnover intention of general managers. Further, the variables such as supervisor, autonomy, promotion, 
communication, authority work conditions and organisational loyalty significantly affect turnover intention in 
the general managers group, but have not the distinct influences on turnover intention in the advanced manager 
group (excepting work conditions). Both of authority and work conditions have positive influences for general 
managers, and negative influences for advanced managers. Some variables have similar influences in both of the 
general manager group and the advanced manager group, for example, financial reword. Co-workers 
insignificantly affects with turnover intention at both of manager level, but it negatively affects for general 
managers and positively affects for advanced managers on turnover intention. 
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Figure 5. Influences of the gender Figure 6. Influences of the position 
All participants are working for different forms of organisation such as state-owned organisation, 
collectively owned organisation and other organisation. Other organisation mainly includes foreign construction 
organisation and private construction organisation in this part. In Figure 7, financial reword is still an important 
variable on employee turnover intention in each group. The employees who are working for collectively owned 
construction organisation are more strongly affected by financial reward than other employees. They have the 
biggest value (-0.431) for financial reward, and the second great value is -0.236 for stockholder. In addition, the 
employees of state-owned organisation pay more attention to organisational loyalty (-0.191). Financial reward 
that has just -0.152 is the third important variable. In the other organisation group, employees really care about 
promotion (-0.311). Financial reward is a second important variable. Its unstandardized coefficient is -0.252. 
Re-education, authority and work conditions almost have not influences on turnover intention in three 
organisational forms. 
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Figure 7. Influences of the organisational form 
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4. CONCLUSIONS 
The results from correlation analysis in different groups indicate that young employees' turnover intention 
is easily affected by various job satisfaction and organisational commitment. Young employees who have high 
education and have not married at general manager level pay more attention to promotion opportunities, 
autonomy and authority that they have. That is, they have intention to work for the construction organisations 
that can provide the compelling individual growth in the future. 
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